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	(AC1.1)


Whilst ParcelCare faces challenges in attracting and recruiting applicants, it is important to act with a multifaceted approach that strengthens our position in the labour market, improves our appeal to prospective candidates and supports the retention of our existing workforce. 
To drive meaningful change, it is important the whole employee experience is reviewed and enhanced.   The Good Work Index (CIPD, 2025), provides a great benchmark for job quality in the UK. This starts from attraction and recruitment, up to any point of exit.  For ParcelCare, reviewing and improving working conditions in physically demanding delivery roles is crucial.  Careful design of all posts needs to consider pressures on the service, especially to manage fatigue and provide reasonable capacity during peak periods. ParcelCare will benefit from flexible working, particularly surrounding shift patterns; part-time roles or compressed hours, to improve work-life balance. Additionally, reviewing career development opportunities, such as progression from driver to supervisor, could offer more appealing prospects within the market. 
Equally, this helps to enhance the employer brand and, organisations with a clear and credible brand, can attract high-quality candidates and experience improved retention.  Factors including fair pay, job security, work-life balance, and career progression can differentiate ParcelCare from its competitors, whilst linking to the organisation’s overall values and people strategy (CIPD, 2024).  Having a well-structured onboarding process could enhance performance and improve retention throughout the employee experience.  
Taking time to invest in creating a positive organisational image would serve as a proactive step to establish the employer brand. Organisations known for its ethical practice, environmental considerations, community engagement and commitment to employee well-being will appeal to a wider talent group (Singh, 2022). For example, supporting local environmental projects or introducing low emission delivery vehicles, which could appeal to candidates who value sustainability.
Competitor analysis is another useful tool. Reviewing ParcelCare’s strengths and weaknesses would help identify its market position, particularly for pay, benefits, shift patterns, training and progression opportunities, and recruitment campaigns (Taylor and Woodhams, 2022b). For example, where competitors offer bonuses or enhanced weekend pay rates, ParcelCare can evaluate whether they need to do something similar. However, this could also pose as a risk for imitation, rather than new and innovative approaches. 
Before proceeding with any changes, ParcelCare will need to consider adopting an evidence-based approach by collecting both quantitative and qualitative workforce data, such as turnover rates by role, employee engagement and exit interview themes (CIPD, 2025a), alongside labour market statistics from the Office for National Statistics e.g. demographics (ONS, 2025). This will help to guide and tailor strategies to the experiences of ParcelCare’s workforce and the specific challenges in its operating regions.
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The dynamics of the labour market currently suggest that there is tight competition for talent.  The main drivers of this trend are changing employee expectations, skills shortages and competitor activity which will have implications for the resourcing decisions in the organisation, thus, affecting both attraction and retention strategies (Cockett, 2025). Labour markets can shift between being tight, where vacancies outnumber suitable candidates, and being loose, where the supply of labour exceeds the demand (Taylor and Woodhams, 2022b). These both present distinct challenges and opportunities.
In a loose labour market, the supply outweighs demand, allowing employers greater choice and bargaining power. Ordinarily, this may reduce recruitment costs and improve candidate quality but it’s not the current reality for ParcelCare. The ongoing tight conditions require a more proactive and targeted approach to sourcing talent (CIPD, 2024f).
The high demand for labour seen in tight markets pushes organisations to strengthen their employee value proposition (EVP) (Cockett, 2025).  This could mean offering pay rates to match or exceed rivals, establishing clear career development pathways for progression from driver to supervisory roles, and flexible shift patterns to appeal to working parents thus prioritising work life balance.  
Recruitment strategies are also affected by labour market pressures. Traditional job adverts alone are unlikely to attract enough applicants for hard to fill delivery roles. ParcelCare may need to develop year-round talent channels, launch employee referral schemes, and partner with local colleges, training providers, and employment services to reach underrepresented groups (Department for Work and Pensions, 2024). For example, outreach programmes in local communities could help attract candidates ahead of seasonal peaks like Christmas or, long-term training programmes that would support the earlier mentioned development pathways, particularly in young people.
A key factor impacting on resourcing decisions would be the reskilling and retention of existing employees. Where there are difficulties identifying people with the right skillset, ParcelCare would benefit from investing in training and development to reskill current employees to enable them to evolve with the requirements of the job.  Additionally, the investment in employee engagement, improving wellbeing initiatives, recognising contributions and loyalty, and ensuring workloads are realistic during peak periods, will improve the overall employee experience. Research shows that offering inclusive learning and development opportunities, and a supportive culture can significantly reduce turnover (Fitzhugh and Daniels, 2025).
In summary, the changing labour market conditions demand that ParcelCare transforms its resourcing approach through strategic workforce planning, improved employer branding, and investment in skills and inclusion.
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[bookmark: _Hlk212624209]Workforce planning (WFP) could be the most effective activity ParcelCare engages in.  It ensures the right people are attracted and recruited to the right roles, at the right time, by aligning a people strategy that includes the forecasted changes of the organisation (CIPD, 2025b).  Using tools such as SWOT and PESTLE analyses helps to understand workforce demographics, assess internal capability, identify skills gaps, and prepare for the changes in labour supply and demand.
Operating in volatile, uncertain, complex and ambiguous (VUCA) environments, workforce planning can be seen to be less reliable and resistant to necessary change (Taylor and Woodhams, 2022a).  In a sector shaped by rapid changes in consumer demand, fuel costs, and competitor pricing and relying too much on longer-term forecasts could risk wasted resources if predictions are inaccurate. A more flexible approach, with added short-term scenario planning, may offer more resilience (Hirsh et al., 2017). 
ParcelCare faces high turnover in delivery roles and seasonal surges in recruitment, as well as competition from external threats such as gig economy providers (Cockett and Willmott, 2023).  By identifying current and future skills gaps, ParcelCare can proactively develop internal talent and reduce reliance on a reactive approach to recruitment. Dysfunctional turnover and unplanned recruitment lead to higher costs i.e. agency fees or additional training costs (Taylor and Woodhams, 2022b).  Neglecting WFP risks continued overloading the workforce during seasonal spikes, high turnover from physically demanding roles, and loss of market share to faster moving competitors. WFP supports more efficient resource allocation and helps avoid over, or understaffing, particularly during those seasonal demand peaks.
Enhancing employee engagement through improved retention strategies and succession planning helps to provide a clear understanding of critical roles and potential risks.  Introducing developmental pathways and strategic approach to people management supports a positive reputation, helping ParcelCare attract strong candidates and position itself as an employer of choice (CIPD, 2024a). 
Implementing workforce planning will allow ParcelCare to align its people strategy with business needs, reduce costs, and build a resilient, evolving workforce whilst maintaining the needs of the customer base.  
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Implementing workforce planning (WFP) will allow ParcelCare to use structured techniques that provide evidenced-based insights to forecast workforce requirements in line with the people strategy. There are a number of different techniques to use; we’ll look at some commonly used ones below - scenario planning, HR analytics and skills gap analysis. 
Scenario planning offers many benefits. It encourages strategic foresight, highlights potential business risks and opportunities, and defines workforce implications under different conditions. For example, planning for the impact of a 20% rise in parcel volumes during the holiday season or disruption to fuel supplies could help ParcelCare anticipate logistics, staffing needs and skill requirements in advance.   However, this method can be resource intensive and does not provide any prediction of what will happen. It takes time, data, and analytical capability to develop credible scenarios. Reviewing such scenarios would be key in order to remain relevant (Hirsh et al., 2017).
HR Data Analytics help to monitor workforce metrics and trends over time, e.g. turnover rates, absence figures, or a skills gap analysis, to identify patterns and inform resourcing strategies (CIPD, 2025c).  With the use of both qualitative and quantitative data, it proves helpful to ParcelCare during decision-making processes.   It provides an awareness of workforce outputs and pressure points, leading to improved retention strategies.  There are notable challenges with this method including its implementation costs and complexities where there is a need for investment in technology or a skillset for leaders and people practitioners to interpret data in a correct and structured format (Gallacher, 2023).    
Both scenario planning and data analytics, or skills gap analysis, are valuable in supporting workforce planning, but they serve different purposes. Scenario planning considers wider and uncertain factors and prepares the business for multiple possible futures, while skills gap analysis focuses on internal workforce capability (CIPD, 2025b). For ParcelCare, combining a range of techniques into a structured workforce planning framework has tangible benefits. It would help shift from reactive resourcing to a proactive, strategic approach. This will improve efficiency, reduce costs, and ensure the business is better equipped to attract and retain the talent it needs.
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ParcelCare’s current approach for posting vacancies on their website and conducting interviews onsite is effective but it does have its limitations to be able to reach a wider talent pool of suitable candidates.  
There are many recruitment methods an organisation can explore to help attract a diverse group of candidates within a competitive labour market.  Social media platforms, such as LinkedIn, Facebook etc, provide a cost-effective approach to advertising and increase the chances of attracting actively seeking applicants (CIPD, 2024b).  Running an effective recruitment campaign also helps to enhance the employer brand, whilst highlighting its culture and values.  However, whilst a useful method it does run the risk of excluding non-digital users and raise privacy concerns for screening candidates.  Reaching the right audience is also key to raising the ParcelCare’s profile.  Wider sharing of such campaigns could be overwhelming, affecting the resources allocated to the later selection methods, therefore, tailoring the methods to the right channels could be so important (CIPD, 2021).  
Employee referral schemes encourage staff to recommend candidates, typically with a bonus for successful appointments (Taylor and Woodhams, 2022b). This can reduce recruitment time and costs while producing a likely fit for suitability.  However, the drawback could be the risk of nepotism and without careful management, referrals can limit diversity and create perceptions of favouritism (Bárcenas, 2023). 
Selection methods begin at the point you have candidates applying for the vacancies advertised.  Whilst a competency-based interview remains the most common activity (Taylor and Woodhams, 2022a), there are many more examples to be explored.    Assessment centres, incorporating a range of simulated tasks and psychometric testing, could improve recruiting outcomes by ensuring candidates are both capable and well-suited to their roles.  
Psychometric testing provides a standardised approach to measuring psychological attributes including personality and behavioural traits as well as someone’s cognitive ability i.e. logical reasoning. CIPD (2024c) report on the effectiveness of this method and how it supports predicting performance and cultural fit while reducing unconscious bias.  However, these methods can be resource intensive to develop and administer and therefore may not fully reflect the varying aspects of the job (Taylor and Woodhams, 2022a).  
References provide useful insight into a candidate’s work ethic and behaviour. Communication with current and/or past employers helps to assess a candidate’s skills, professionalism and evaluate their suitability join the organisation (Taylor and Woodhams, 2022a).  When structured well, this method provides qualitative feedback when completed within the legal parameters (ACAS, 2024) and help prevent negligent appointments, especially in roles involving safeguarding or high responsibility.  The flip side to this is the risk they present when misleading references can lead to legal claims if they cause harm to the candidate’s opportunities i.e. discriminatory details. 
Strengthening the existing approach by incorporating wider recruitment and selection methods offers a more balanced approach for ParcelCare.  Having a variety of tools to assess cognitive, interpersonal, and practical abilities, can help support better recruitment decisions and improve retention. 
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To address, and understand, the causes of high turnover rates, it’s important to recognise avoidable and unavoidable turnover, as well as push and pull factors, to be able to identify relevant interventions.  
Avoidable turnover occurs when employees leave for reasons that could have been controlled by the organisation. This may relate to inadequate pay, progression opportunities, lack of work/life balance or poor management practice (CIPD, 2025a).   At ParcelCare, this may take effect due to lack of progression routes for loyal delivery drivers or lack of employee voice procedures. With no reasonable outlet for seeking progression or resolution, employees may feel pushed to leaving the organisation (CIPD, 2025). 
Unavoidable turnover is driven by circumstances that are outside the direct control of the organisation. These may include relocation, family commitments, ill health or retirement (Taylor and Woodhams, 2022a). For example, at ParcelCare, employees may need to leave due to health conditions made worse by physical demanding elements of the delivery work.  Whilst such matters cannot be entirely prevented, a proactive approach towards occupational health services may help earlier intervention and succession planning (CIPD, 2025f).  The application of better return-to-work processes, or the integration of better flexible working methods, could allow employees to manage chronic conditions.    
Push Factors are internal issues that can drive employees to feel there is no option but to leave employment.  This could be linked to excessive workload, lack of recognition or a negative culture.  At ParcelCare, we are likely to see seasonal workload impacting on employees; where the allocation of staffing is not adequate or fair.  For example, if an employee is childless or LGBT, may experience barriers to work where they are disproportionately subjected to push factors of discrimination (CIPD, 2025g). The assumption that they are perhaps more regularly available during holidays is a form of bias that could lead to indirect discrimination.   
Pull factors are external matters that will attract employees elsewhere.  This could include improved pay, benefits, greater career prospects, or more flexibility offering that better work/life balance (CIPD, 2025f). Pull factors can affect even satisfied employees if the alternative offers a convincing reward, particularly relevant in ParcelCare’s competitive labour market.  

By reviewing avoidable or unavoidable turnover and the push and pull factors, ParcelCare should consider and implement retention strategies that focus on improving employee satisfaction, working conditions and its competitors.  For example, a driver who has experienced burnout is more likely to take a competitor’s offer for more flexible opportunities.  Looking at the root causes and taking control of the organisation’s culture will only help enhance the employer brand and employee experience (Thomas, 2019). 
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Retention of warehouse staff at ParcelCare is difficult.  Adopting different approaches can influence retention at different stages of the employee lifecycle by addressing expectations, engagement and motivation.
Realistic Job Previews (RJPs) provide candidates with essential information and an accurate picture of the role before accepting a job offer, this could include workplace tours, videos or short job trials. Setting expectations early allows for a reduced turnover in the early stages (The HR Observer, 2024). For ParcelCare specifically, this could involve allowing candidates to observe the physical demands and pace of work, reducing the likelihood of early exits in the first few weeks.  RJPs mainly address early-stage retention and have less influence on long-term engagement unless followed by continued support.
A well-structured Induction programme offers new employees a clear integration into the organisation. It should provide role specific training, a guide to operational practices and values, as well as introductions to colleagues and the working environment (CIPD, 2025h).  At ParcelCare, a tailored induction can help build a sense of belonging at an early stage.  With equipment training, mentoring, and clearly outlined performance expectations, effective engagement increases the chances for improved productivity and early retention.  However, without enough resources, the training might not be as thorough and high quality, leading to variances, thus, increasing turnover during the probation period. Induction primarily influences the first few months of employment rather than sustained retention.
According to Edexec (2025), applying Herzberg’s job enrichment theory can positively influence employee retention. This involves redesigning roles to increase autonomy, skill variety, and responsibility, thereby enhancing intrinsic motivation. ParcelCare may benefit from considering task rotation, involving staff in efficiency improvements and flexible shift preferences could help to minimise repetitive work and improve engagement. A notable strength is the long-term impact on motivation. Its limitation is that some warehouse tasks may be difficult to redesign without affecting operational efficiency and the dependence on management support and training.  
Cotton, Gifford and Young (2022) highlight that well-designed incentives and recognition programmes can positively influence employee retention.  Reward systems can include pay, bonuses, benefits (financial), as well as recognition and career development (non-financial), as incentives to retain staff.  ParcelCare could see benefits from enhancing the reward package to include shift premiums for unsocial hours, and recognition schemes for high performance. This addresses any external pull factors such as better pay elsewhere by incentivising performance and commitment (CIPD, 2025i).  The challenge is the costs and its sustainability when only achieving possible short-term benefits; financial rewards alone may not build long-term commitment or address any equity issues.  
For ParcelCare, a combination of all these approaches would be most effective.  RJPs and induction act as preventive measures to improve early retention, whilst job enrichment and reward offer something more longer-term to sustain motivation and strengthen its stability in a competitive labour market.Top of FormBottom of Form
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To encourage ParcelCare’s senior leadership team to address turnover, it is important to understand the associated risks.  Dysfunctional turnover relates to a loss of employees and the negative impact this has on the organisation (Taylor and Woodhams, 2022b). This carries several risks for an organisation, if not carefully addressed, and can significantly impact service delivery.
Retaining employees is a huge challenge in the current labour market (CIPD, 2025j).  When employees leave the organisation, they often take with them essential skills, knowledge and experience, which can be very challenging to replace, particularly in frontline or logistic areas of the workforce.  This may present itself in repeated recruitment cycles, inducting/onboarding and training processes, resulting in higher, direct replacement costs for skilled warehouse team leaders, experienced delivery drivers or customer service staff.  ParcelCare should aim to retain and nurture such expertise to negate exposure to decreased productivity and a decline in service quality (CIPD, 2025a).  
Indirect costs can place a bigger burden upon ParcelCare.   Frequent departures will naturally lower morale and engagement for remaining employees.  With an impact on operational efficiency and accuracy, any increase in workloads is likely to result in a surge in the rate of turnover and lead to misplaced trust in senior leaders, if poorly managed (Taylor and Woodhams, 2022b).  For example, where service quality is affected, such as late deliveries and increased customer dissatisfaction, this will present wider disruption for customer service roles and directly affect ParcelCare’s reputation in a competitive market.   Whilst an organisation will want some level of turnover to increase opportunity for new ideas and attract good quality applicants, high level departures can also damage the employer brand, making it harder to attract skilled applicants, particularly when competitors can offer more attractive pay or flexibility (McCartney and Noble, 2025).
Dysfunctional turnover carries significant operational, financial and reputational risks and undermines ParcelCare’s ability to remain competitive when delivering a reliable service.  By understanding why this happens and applying targeted retention strategies, such as improved career development, quality job design and attractive reward incentives, it will help ParcelCare to remain stable but competitive in the market.  
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ParcelCare should consider a range of contracts to meet fluctuating demand.  Seasonal peaks, such as Christmas, compared with quieter periods, requires the assessment the suitability of permanent, full-time contracts alongside flexible options such as zero-hours and fixed-term contracts to manage workforce stability.
Permanent and full-time contracts are well-recognised and offer a traditional arrangement with job security and legal protections surrounding pay and benefits, such as paid leave and pensions. Taylor and Woodhams (2022b) note how these terms can help to encourage employee engagement and retention with a sense of stability for both employee and employer.  At ParcelCare, employing a core group of delivery drivers with permanent contracts creates a stable, skilled workforce to provide a consistent and quality service with a strong customer base. With such a platform in place, it allows a pathway for succession planning, by designing progression routes into roles such as team leaders or driver trainers.
There are limitations to this type of contract as it offers limited flexibility (CIPD, 2024d), particularly in those quieter periods affecting service demand.  Not being able to maximise the resources of a full-time driver increases costs, thus, affecting profitability.  
Fixed-term contracts are time-bound agreements often assigned for defined periods of increased workload, or to cover longer-term leave periods i.e. maternity cover (CIPD, 2023). These can offer a more practical approach to temporary workforce growth. Employees will benefit from guaranteed hours and statutory rights during the stipulated contract period, which helps improve engagement compared to more casual arrangements.
The limitations are like a permanent contract, where demand could fall unexpectedly and resources are not utilised to their full capacity.  There are also potential legal risks to consider, should contracts be continuously renewed. Under the Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, employees may acquire permanent status after four years of continuous service (Legislation.Gov.UK, 2002).
Zero-hour contracts allow ParcelCare to be flexible and engage with staff without agreeing to a set number of hours. For example, delivery drivers can be deployed only when required, to meet demand for seasonal surges or absence spikes at short notice (ACAS, 2024a). This type of contract can appeal to individuals seeking casual or supplementary work, such as students. They provide ParcelCare with a cost-efficient way to manage workload, as pay is only made for hours worked.
However, these contracts attract some criticism where bad practice creates financial insecurity and limited employment rights that have led to exploitative approaches. With the risk of a power imbalance and a longer-term liability for the employer brand, it’s important that ParcelCare carefully considers the ethical application within the workforce planning approach (Personnel Today, 2023).  
While permanent, fixed-term, and zero-hours contracts differ in their express terms, such as duration and working hours, they all share implied terms like mutual trust and confidence and health and safety obligations. Also, non-contractual terms, often found in policies or handbooks, influence the employment relationship by shaping expectations (CIPD, 2025k).
ParcelCare, would benefit from a blended contract model that sees a practical solution to retaining a permanent, stable workforce and complementing with the use of fixed-term contracts for predictable seasonal demand and zero-hours contracts for unexpected spikes. 
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ParcelCare’s current, ad hoc onboarding approach limits its ability to engage and retain new employees. Aiming for a smooth, new starter experience allows ParcelCare to design and apply a structured and strategic onboarding process at an earliest point in the employee lifecycle (Gray, 2023).  Main components of effective onboarding include providing organisational/departmental information whilst providing guidance on the expectations of the duties to be performed.  However, it needs to be more than a paperwork exercise.  
Benefits
Improving the employee experience helps to build early trust and job satisfaction, leading to increased motivation and long-term commitment.  An effective onboarding process will need to consider three main stages: before the start date; the first day and week; ongoing support (CIPD, 2025h).  This supports quicker integration into the role, familiarisation with organisational systems, and understanding the culture, to enhance early productivity. This could be particularly important for delivery and warehouse staff, where operational efficiency is vital. For example, following a thorough onboarding process, consisting of clear role expectations and participation in relevant training, could allow drivers to adapt quickly to their delivery routes, use any required technology and meet customer expectations, especially during peak times.  
According to Cockett (2024), and CIPD’s benchmarking analysis, around 16% of UK employees have a tenure of less than 12 months which represents a high-risk period for turnover. A robust and structured approach to onboarding improves the first-year retention rate. This would enable ParcelCare to reduce recruitment costs and maintain service delivery. 
A clear approach to onboarding offers the opportunity to set out organisational and cultural values from day one (Taylor and Woodhams, 2022b).  The time invested in relevant activities will help enhance employee engagement allowing new employees to feel comfortable in their new environment and increase the values related to teamwork, reliability and the ability to gain confidence whilst being equipped to develop their knowledge and understanding of their role.  Improving onboarding at ParcelCare is a strategic investment that enhances short and long-term retention, accelerates productivity through job satisfaction, and strengthens the organisation’s ability to attract talent in the current labour market whilst protecting the employer brand. 
The absence of a structured onboarding process could have consequences for ParcelCare, especially for the delivery drivers and warehouse staff, where their work requires training, clear protocols and instructions to keep services safe.  The Health and Safety Executive (n.d.) confirm onboarding ensures that legal, health and safety, and operational standards are consistently met, reducing the risk of non-compliance or accidents at work.

There is evidence to support that effective and appropriate onboarding works.  Tesco’s innovative approach, for example, allowed for a focus on understanding the core purpose, values and goals of the organisation. Early engagement encouraged a process of employee voice for idea sharing and to develop a clear understanding of how their roles contribute more widely to Tescos’ success (The Big Picture People, n.d.). 

2 | Page

2 | Page

	Bibliography 


ACAS (2024). Job References. Available at: https://www.acas.org.uk/providing-a-job-reference  (Accessed: 20 October 2025)
ACAS (2024a). Zero-hour contracts. Available at: https://www.acas.org.uk/zero-hours-contracts. (Accessed 27 October 2025)
Bárcenas, O. (2023). The risks of referral bonuses and the impact of nepotism in a global context. LinkedIn. Available at: https://www.linkedin.com/pulse/risks-referral-bonuses-impact-nepotism-global-orlando-b%C3%A1rcenas-dwhwf (Accessed 17 October 2025).
CIPD. (2021). Recruitment in the social media age [Podcast]. CIPD. Available at: https://www.cipd.org/uk/knowledge/podcasts/social-media-recruitment/ (Accessed 17 October 2025)
CIPD (2023). Fixed-term contracts: Guide for employers. Available at: https://www.cipd.org/uk/knowledge/guides/fixed-term-contracts-guide/#fixedterm-contracts-an-overview-of-the-law (Accessed 28 October 2025)
CIPD (2024). Employer Brand. Available at:  https://www.cipd.org/uk/knowledge/factsheets/recruitment-brand-factsheet/#what-is-employer-brand (Accessed 6 October 2025)
CIPD (2024a). Talent Management. Available at: https://www.cipd.org/uk/knowledge/factsheets/talent-factsheet/#Benefitstalentmanagement (Accessed: 14 October 2025)
CIPD (2024b). Recruitment: An introduction.  Available at: https://www.cipd.org/uk/knowledge/factsheets/recruitment-factsheet/#Attractingapplicants (Accessed: 18 October 2025)
CIPD (2024c). Selection Methods. Available at: https://www.cipd.org/uk/knowledge/factsheets/selection-factsheet/ (Accessed 20 October 2025)
CIPD (2024d). Contracts of Employment. Available at: https://www.cipd.org/uk/knowledge/factsheets/terms-conditions-contracts-factsheet/ (Accessed: 28 October 2025)
CIPD (2024e). Fixed-term contracts guide. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/guides/fixed-term-contracts-guide-web_tcm18-70389.pdf (Accessed 28 October 2025)
CIPD (2024f). Resourcing and talent planning report. Available at: https://www.cipd.org/uk/knowledge/reports/resourcing-surveys/ (Accessed: 29 October 2025)
CIPD (2025). CIPD Good Work Index 2025.  Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2025-pdfs/8868-good-work-index-2025-report-web1.pdf#:~:text=The%20CIPD%20Good%20Work%20Index%20report%20%E2%80%93%20now,and%20benefits%2C%20skills%20development%2C%20voice%2C%20autonomy%20and%20wellbeing. (Accessed: 5 October 2025)
CIPD (2025a) Employee Turnover and Retention. Available at: https://www.cipd.org/uk/knowledge/factsheets/turnover-retention-factsheet/. (Accessed: 6 October 2025)
CIPD (2025b). Workforce planning. Available at: https://www.cipd.org/uk/knowledge/factsheets/workforce-planning-factsheet/#what-is-workforce-planning (Accessed 13 October 2025)
CIPD (2025c) People Analytics. Available at: https://www.cipd.org/uk/knowledge/factsheets/analytics-factsheet/ (Accessed: 16 October 2025)
CIPD (2025d) Strategic workforce planning: Guide for people professionals. Available at: https://www.cipd.org/uk/knowledge/guides/strategic-workforce-planning/ (Accessed: 16 October 2025)
CIPD (2025e). Recruitment: UK Employment Law. Available at: https://www.cipd.org/uk/knowledge/employment-law/recruitment/#q-as (Accessed 20 October 2025)
CIPD (2025f) Retention: Guidance for people professionals. Available at: https://www.cipd.org/uk/knowledge/guides/employee-retention/ (Accessed 22 October 2022)
CIPD (2025g). Discrimination in the workplace. Available at: https://www.cipd.org/uk/knowledge/factsheets/discrimination-workplace-factsheet/ (Accessed 22 October 2025)
CIPD (2025h). Employee Induction. Available at: https://www.cipd.org/uk/knowledge/guides/employee-induction/ (Accessed 23 October 2025)
CIPD (2025i). Bonuses and Incentives. Available at: https://www.cipd.org/uk/knowledge/factsheets/bonuses-factsheet/#Incentives. (Accessed 23 October 2025)
CIPD (2025j). Personalised recognition is your most cost-effective retention tool. PM Insight. Available at: https://pminsight.cipd.co.uk/personalised-recognition-is-your-most-cost-effective-retention-tool (Accessed 29 October 2025)
CIPD (2025k). Terms and conditions of employment: UK employment law. Available at: https://www.cipd.org/uk/knowledge/employment-law/terms-conditions/#legislation-overview. (Accessed 27 October 2025)
Cockett, J. (2024). Benchmarking employee turnover: What are the latest trends and insights? Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/benchmarking-employee-turnover/ (Accessed 29 October 2025)
Cockett, J. (2025) Labour Market Outlook – summer 2025. London: Chartered Institute of Personnel and Development. 
Cockett, J. and Willmott, B. (2023) The gig economy: What does it really look like?
London: Chartered Institute of Personnel and Development
Cotton, C., Gifford, J. and Young, J. (2022) Incentives and recognition: an evidence review. Practice summary and recommendations. London: Chartered Institute of Personnel and Development. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/incentives-recognition-practice-summary_tcm18-105466.pdf (Accessed 23 October 2025).
Crowley, L. (2025). Briefing | Skills and industrial strategy: Recent changes and future direction. Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/skills-industrial-strategy-direction/ (Accessed 11 October 2025)
Department for Work and Pensions (2024).  Biggest employment reforms in a generation unveiled to Get Britain Working again. Available at: https://www.gov.uk/government/news/biggest-employment-reforms-in-a-generation-unveiled-to-get-britain-working-again (Accessed 10 October 2025)
Edexec (2025). Applying Herzberg’s Job Enrichment Theory. Available at: https://edexec.co.uk/applying-herzbergs-job-enrichment-theory/ (Accessed 23 October 2025)
Gallacher, J. (2023) HR struggling to get grip on data amid workforce challenges. HR Magazine. Available at: https://www.hrmagazine.co.uk/content/news/hr-struggling-to-get-grip-on-data-amid-workforce-challenges (Accessed: 16 October 2025).
Gray, P. (2023) Onboarding: The Definitive Guide for HR Professionals. HRreview. Available at: https://hrreview.co.uk/guides/onboarding-the-definitive-guide-for-hr-professionals/148165 (Accessed: 29 October 2025).
[bookmark: _Hlk211519080]Fitzhugh, H. and Daniels, K. (2025).  A rapid review of reviews on the nature of the relationship between learning and development and employee engagement, wellbeing, attraction and retention.  Available at: https://www.gov.uk/government/publications/learning-and-development-employee-engagement-and-wellbeing/a-rapid-review-of-reviews-on-the-nature-of-the-relationship-between-learning-and-development-and-employee-engagement-wellbeing-attraction-and-retent (Accessed: 10 October 2025).
Health and Safety Executive (n.d.) Induction. Available at: https://www.hse.gov.uk/workplacetransport/personnel/induction.htm (Accessed: 29 October 2025).
Hirsh, W., Reilly, P., Robinson, D. and Martin, A. (2017) Workforce planning in uncertain times. Brighton: Institute for Employment Studies. Available at: https://www.employment-studies.co.uk/system/files/resources/files/workforce%20planning%20guide%202017.pdf (Accessed: 15 October 2025).
Legislation.Gov.UK (2002). The Fixed-term Employees (Prevention of Less Favourable Treatment) Regulations 2002, Regulation 8. Available at: https://www.legislation.gov.uk/uksi/2002/2034/regulation/8 (Accessed 28 October 2025)
Legislation.Gov.UK (1996).  Employment Rights Act 1996.  Available at: https://www.legislation.gov.uk/ukpga/1996/18/section/98 (Accessed: 21 October 2025)
McCartney, C. and Noble, K. (2025). Activating your employer brand to recruit and retain in a challenging climate. Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/activating-employer-brand. (Accessed 29 October 2025).
Morehead, J. (2025) HR experts: Upskill and reskill with artificial intelligence. Forbes Human Resources Council. Available at: https://www.forbes.com/councils/forbeshumanresourcescouncil/2025/09/30/hr-experts-upskill-and-reskill-with-artificial-intelligence/ (Accessed: 10 October 2025)
ONS (2025) Labour Market in the Regions of the UK: September 2025.  Available at: https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/regionallabourmarket/september2025#toc (Accessed: 7 October 2025)
People Management (2020).  How to get onboarding right. Available at: https://www.peoplemanagement.co.uk/article/1742140/how-get-onboarding-right (Accessed: 29 October 2025). 
Personnel Today (2023). McDonald’s zero-hours culture feeds sexual harassment allegations.  Available at: https://www.personneltoday.com/hr/mcdonalds-zero-hours-culture-feeds-sexual-harassment-allegations/ (Accessed: 27 October 2025).
Singh, R. (2022) The role of HR practices in employer branding: A study of the UK data centre industry. PhD thesis. University of Huddersfield. Available at: https://pure.hud.ac.uk/files/72037607/56_Final_thesis.pdf (Accessed: 6 October 2025).
Skills for Health (2025) Analysing data to drive workforce planning decisions. Available at: https://www.skillsforhealth.org.uk/article/data-driven-strategies-for-smarter-workforce-planning/ (Accessed: 17 October 2025)
Taylor, S. and Woodhams, C (2022a) Studying Human Resource Management: A Guide to the Study, Context and Practice of HR, 3rd edn, London: CIPD
Taylor, S. and Woodhams, C. (2022b) Human Resource Management: People and Organisations, 3rd edn, London: CIPD
The Big Picture People (n.d.) Using a Big Picture approach to induct new staff into leading retail business. Available at: https://thebigpicturepeople.co.uk/case-study/using-a-big-picture-approach-to-induct-new-staff-into-leading-retail-business/ (Accessed: 5 November 2025).
The HR Observer (2024) How to maximise job retention by providing realistic job previews, 8 January. Available at: https://www.thehrobserver.com/indepth/how-to-maximise-job-retention-by-providing-realistic-job-previews/ (Accessed: 20 October 2025). 
Thomas, J. (2019) Retaining talent with leadership that cares. HR Magazine, 26 February. Available at: https://www.hrmagazine.co.uk/content/features/retaining-talent-with-leadership-that-cares (Accessed: 22 October 2025)
Thackray, M. (2022) We need to bring the life back to work through design.  Available at: https://www.peoplemanagement.co.uk/article/1746288/we-need-bring-the-life-back-work-through-better-job-design (Accessed: 23 October 2025)
Webber, A. (2024) Employers plan to maintain staff levels rather than recruit. Personnel Today, 13 May. Available at: https://www.personneltoday.com/hr/cipd-labour-market-outlook-spring-2024/ (Accessed: 11 October 2025).


